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Abstract 
Career adaptability has been identified as one of the skills needed for individual who works in ICT industry due to fast and 
consistent technological upgrading. Individualism-collectivism has been studied by many researchers in cross-cultural to assess 
certain research constructs including work behaviours. This study assessed whether the relationship between the culture 
constructs and career adaptability is significant, and whether several demographic characteristics have moderating effect on the 
relationship using structural equation modelling (SEM). It was found that only horizontal individualism, vertical individualism, 
and horizontal collectivism has positive relationships with career adaptability. Among several demographic characteristics tested, 
only age and position level has moderating influences on the relationships. Implications of the research are discussed and 
suggestion for future studies is included at the end of the study. 
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1. Introduction 
Study on career adaptability found conflicting results where it was found to be both positively related (Ito & 
Brotheridge, 2005) and negatively related (Omar & Noordin, 2013) to intention to leave. The differences of results 
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obtained drove this study to assess career adaptability within the construct of cultural differences. The existence of 
different cultural values among individual particularly in individualism-collectivism constructs hence lead to various 
outcomes of attitude, behavior, and decision making (Gorodnichenko & Roland, 2011).  
Recent studies on job market demand/supplies found that there is disequilibrium growth for information and 
communication technology (ICT) industry (JobStreet.com, 2010; McLaughlin et al., 2012; MDec & Synovate, 
2011). The growths of the technologies in ICT are fast as compares to the growth of the skills in human capital 
within the industry. The phenomena is worsen due to the recent statistics shown that ICT is listed at the top in 
employees’ turnover list of 2012 particularly in Malaysia (MEF, 2012). In order to assess the factors that may 
enhance the skills supplies in ICT, career adaptability is chosen because of its recent evidence for retention 
strategies (Omar & Noordin, 2013) as well as the key competence for survival kit in ICT (Duffy, 2010; Van Der 
Vyver, 2009). Career adaptability is needed because the natures of work in ICT are consistently changing for 
upgrading and better technologies where being able to adapt to the flexibility is one highly needed skill.  
Previous studies found that those who in control of their lives (often regarded as individualist) are more likely to 
be able to perform better at work (Judge, 2009; Spector, 1988) and are believed to be more flexible (Gorodnichenko 
& Roland, 2011) as compare to those who depend their decision making on social environment (collectivist). 
Studies conducted in this area of individualism-collectivism however are limited in the literature especially with 
regards to its influence over career adaptability constructs.  
Career adaptability was developed by Savickas (Savickas, 1997) based on the constructs of career maturity 
(Super & Knasel, 1981) in order to assess the adapt-abilities skills among the working adult communities. Career 
maturity was first known to measure the transition involve among the adolescents from being a student to a working 
adult (Savickas, 1997; Super & Knasel, 1981). A study on career adaptability found that internal locus of control 
and social support  were found to be correlated with adaptability (Hirschi, 2009). In another study, significant other, 
family, and friend support have weak correlation with the some of the constructs in career adaptability which is 
career planning and self exploration (career curiosity) (Creed, Fallon, & Hood, 2008).  
In order to assess more information about the relationship between cultural values and career adaptability, the 
aspects of demographic characteristics are also explored. Gender differences previously have weak moderation 
between career planning and exploration (Patton, Bartrum, & Creed, 2004). Age, highest education obtained, and 
work position levels are also assessed in this exploratory study.  
This study firstly intended to assess whether the relationships between individualism-collectivism with the 
constructs of career adaptability exist and significant. Secondly, this study assessed whether demographic 
characteristics have moderator influences on the relationships.  
 
2. Literature Review 
2.1.  Career Adaptability  
In order to developed constructs that suits adapt-abilities skills among the working adults, career adaptability was 
introduced (Savickas, 1997, 2005) replacing the constructs of career maturity (Super & Knasel, 1981). Career 
adaptability for this study is best defined as “the attitudes, competencies and behaviors that individuals use in fitting 
themselves to work that suits them” (Savickas, 2005). The constructs of career adaptability used in this study are 
career concern, career control, career curiosity, and career confidence. These are the constructs developed and tested 
in over 13 countries which measure the adapt-abilities skills concept among working adults (Savickas, 2008; 
Savickas & Porfeli, 2012). Thus, the construct is the most suitable to be used in this study.  
Career concern consist of what individual looks ahead and prepare for what might come next, career control is 
when individual shaped his/her own career using various kind of effort and being persistence. Career curiosity 
involve with individual own development searches where various information, training/workshops as well as other 
career development in designing the career life. Finally, career confidence is when individual has the strengths to 
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actualize the career path that the individual designed accordingly without hesitation together being resilience in 
fighting setback that might occur (Savickas, 2005, 2008; Savickas & Porfeli, 2012).  
 
2.2.  Individualism-Collectivism 
The construct of individualism-collectivism represents the individual self and the types of group that the 
particular individual perceived to hold. Individualism refers to individual who is self-centered, competitive, working 
towards own goals, and being independent in terms of making decisions whereas collectivism refers to individual 
who interdependent and take action jointly as a group and subscribing to the moralistic values of joint effort and 
expecting to have group rewards (Hofstede, 1980, 2011).  Americans and Europeans often been regarded as 
individualist whereas Asians particularly the East Asians are regarded as holding higher collectivist cultural values 
(Hui & Triandis, 1986).  
Within the constructs of individualism-collectivism, horizontal and vertical are argued to be distinguished in 
order to represents different types of believed that individual is holding for (Triandis, 1995) .  Horizontal 
emphasizes on equality whereas vertical emphasizes on hierarchy. Individualist refers to individual who postulated 
an autonomous self and within horizontal construct the individual see each other as more or less equal whereas 
vertical construct see each other as different which inequality is expected to occur (Noordin, Williams, & Zimmer, 
2002; Triandis, 1995). Collectivist individual see the self as merged with the members of an in-group where 
horizontal see the member as similar and vertical see the member having various status either higher or lower 
(Triandis, 1995). Although East Asians often been regarded as collectivist (Hofstede, 1980, 1984; Triandis, 1995), 
recent studies found that there are slight changes in terms of cultural values hold by Malaysian managers where the 
increase of vertical individualism construct were found (Noordin, 2009; Noordin & Jusoff, 2010; Noordin, et al., 
2002). Thus, it is timely for this study to assess work behavioral such as career adaptability within cultural values 
aspects in order to find such differences that might occur which benefits the study literature on cross-cultural 
literatures.  
2.3. Individualism-Collectivism and Career Adaptability 
There were conflicting results found in the studies of career adaptability where both positive and negative 
relationships were found with regards to intention to leave (Ito & Brotheridge, 2005; Omar & Noordin, 2013). The 
two studies were conducted in different counterparts who are in Europe and in East Asia particularly in Malaysia. 
These different locations are believed to hold different cultural values where Europeans are individualist and 
Malaysians are collectivist (Hofstede, 1980, 2011; Noordin, 2009; Triandis, 1995). It was suggested that 
individualist and collectivist do holds different cognitive thinking skills where individualist is keen towards 
analytical whereas collectivist is more towards holistic approach (Gorodnichenko & Roland, 2011). Thus it is 
believed that the different thinking approaches might lead to different types of reasoning especially pertaining to 
work behavioural decisions.  
In ICT industry, the work nature requires flexibility due to the technological upgrading within a very quick 
period (Van Der Vyver, 2009). Within cultural aspects, individual who holds high individualism values is expected 
to be more flexible because of the independent self-vision, internal abilities, thought and feelings,  and the analytical 
thinking skills (Gorodnichenko & Roland, 2011; Markus & Kitayama, 1991). Individualist is believed to have 
higher career adaptability evidence from the positive relationships to innovation and deemed to be more flexible 
(Gorodnichenko & Roland, 2011) as well as the strong internal intellectual confidence that lead towards achieving 
the individual’s own goals (Schwartz, 2006). Collectivist is expected to have less career adaptability as the decision 
and action made often dependant on the perception that the in-group members might have on that particular 
individual which lead to slower progressions (Hui & Triandis, 1986) but highly resilience because of the social-
supports received (Gorodnichenko & Roland, 2011). Thus, the constructs of individualism-collectivism are expected 
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to have positive relationships with career adaptability. Individualism is projected to have higher positive 
relationships as compares to collectivism with regards to career adaptability.   
 
2.4. Demographic Characteristics 
Several demographic characteristics are believed to have some influences on the relationships between cultural 
values and career adaptability based on the review of literature. This is due to the reasons that a set of groups might 
represent different sets of behaviours and action taken. Among the characteristics that are explored in this study is 
age, gender, highest education obtained, and current position level.   
Different age groups are believed to hold different cultural values as well as the abilities to adapt to certain work 
conditions. This is because age categorization means the amount of work and/or life experiences are different. This 
study divided two groups of samples which are below and above 33 years old. The two groups were divided based 
on the generation categorizations where below 33 years old are regarded as generation-Y (Gen-Y). This is because 
at the time the data were collected in 2012 the oldest Gen-Y is suggested to be 33 years old (born in 1979) (Hewlett, 
Sherbin, & Sumberg, 2009). Those who are above 33 years old are the combinations of generations-X (born within 
1965-1978) and baby boomers (born within 1946-1964) (Hewlett, et al., 2009). Generation-Y is suggested to have 
different sets of values from the other generations in the workplace in terms of shared vision, odyssey, rewards 
expectations and many other factors (Hewlett, et al., 2009). Thus, potential moderator influences from this 
demographic criteria is worth to be investigated to find the different career adaptability’s level within cultural 
aspects.  
Gender is another demographic characteristic that has been highly used to assess different types of work 
behavioural decisions (Khan, Nawaz, Khan, Khan, & Yar, 2013; Noraini, 1997; Samad, 2006; Tzeng, 2002). 
Highest education obtained is also assessed in this study in order to find whether those with postgraduate degree and 
without postgraduate degree may alter the relationships existed between cultural aspects with regards to career 
adaptability. Finally, the difference of position level holds among the managers and non-managers are also explored 
in these moderating analyses in this study.   
 
3. Methodology  
This study adopts quantitative analyses as the main research method. Quantitative research method is used in 
order to describe the trends of the relationship among the variables of the study construct and answer the research 
questions objectively and biasness can be minimized (Cresswell, 2005). To add, the main instrument for this study is 
self-administered questionnaire and it is believed to be suitable to explain studies that involves with attitude, values, 
beliefs, and perceptions of the respondents (Whyte, 1972).  
3.1. Samples of Study 
Study samples consist of 303 ICT professionals in Malaysia. Cluster sampling is first used in order to select the 
ICT organizations that potentially represent the ICT industry in Malaysia. Thus, the ‘World Class Status’ 
organizations that classified by Multimedia Super Corridor (MSC) Malaysia were chosen. Next, simple random 
sampling is used during data collection for individual unit of analysis which consists of 15 organizations.    
Using frequencies analysis, it was found that there are 59% male and 41% female representing the 303 of study 
samples. Among them, 63% hold bachelor degree, 18.6% hold master degree, and 1.7% with professional courses. 
The samples majority consist of 61.9% Malay ethnic, followed by 25.2% Chinese, 11.3% Indian, and 1.7% under 
the category of others. There are 69% who are at the age of 33 years old and below whereas 31% are 34 years old 
and above. 
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3.2. Assessment Instruments 
In order to distinguished the horizontal and vertical aspects of cultural values for individualism-collectivism, the 
instrument comprises of 32 items with the scale of 1-7 is chosen (Singelis, Triandis, Bhawuk, & Gelfand, 1995). 
Scale 1 represents the highest level of disagreement and 7 represents the highest level of agreement. The Cronbach’s 
Alpha value for internal consistencies of this instrument ranged from 0.77 to 0.86.  
Career Adapt-Abilities Scale (CAAS) is used for the purpose to assess the career adaptability constructs because 
it has been thoroughly tested within 32-countries since its development in 2008 (Savickas, 2008; Savickas & Porfeli, 
2012). The scale used is also 1-7 where 1 refers to ‘very not strong’ and 7 refers to ‘strongest’. The Cronbach’s 
Alpha obtained for the instrument in this study ranged from 0.82 to 0.89.  
3.3. Analyses 
Using statistical package for social sciences (SPSS) version 20, the study first analyzed the frequencies of the 
data to determine the demographic characteristics deployment. Then, descriptive statistics were conducted where the 
means and standard deviations for each items and dimensions can be obtained. The analyses then continued with the 
correlation analysis in order to find whether the association between the constructs of individualism-collectivism 
and career adaptability existed. Finally, this study used analysis of moment structure (AMOS) to conduct the 
moderator analyses using structural equation modelling (SEM) for the demographic characteristics.  
4. Results 
4.1. Descriptive Statistics 
Descriptive statistics provide the analysis on means and standard deviations for each studied constructs. Refer to 
Table 1, total means for individualism-collectivism is 5.05 (SD= 0.997) whereas total for career adaptability is 5.07 
(SD= 0.973). The means are quiet similar for both constructs and fall under moderate category. Vertical collectivism 
contributes the highest means value within individualism-collectivism construct (M= 5.33; SD= 0.837) whereas 
career curiosity contributes the highest mean of 5.14 (SD= 0.974) although the score is almost similar to career 
confidence (M=5.13; SD= 0.95). 
Table 1. Means and Standard Deviation for Individualism-Collectivism and Career Adaptability 
No Dimensions Mean SD 
Individualism-Collectivism 
1 Horizontal Individualism 4.88 0.895 
2 Vertical Individualism 4.74 0.937 
3 Horizontal Collectivism 5.26 0.877 
4 Vertical Collectivism 5.33 0.837 
Total 5.05 0.887 
Career Adaptability 
5 Career Concern 4.95 1.000 
6 Career Control 5.05 0.970 
7 Career Curiosity 5.14 0.974 
8 Career Confidence 5.13 0.950 
Total 5.07 0.973 
Note: 1.00 – 3.99 = low; 4.00 – 4.99 = low-moderate; 5.00-5.99= moderate-high; 6.00 – 7.00 = high 
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4.2. Correlations 
Referring to Table 2, all the constructs of individualism-collectivism are positively correlated to the constructs of 
career adaptability. Horizontal individualism has the highest correlations with career adaptability constructs. The 
highest correlation can be found between horizontal individualism and career control (r= 0.470; p ≤ 0.01). The 
lowest correlation can be found between vertical collectivism with career curiosity (r= 0.212; p ≤ 0.01).  
 
Table 2. Correlations Analysis between Individualism-Collectivism and Career Adaptability 
Variable 1 2 3 4 5 6 7 8 
1. Horizontal Individualism 1       
2. Vertical Individualism 0.365** 1      
3. Horizontal Collectivism 0.169** -0.010 1     
4. Vertical Collectivism 0.264** 0.166** 0.484** 1     
5. Career Concern 0.435** 0.320** 0.318** 0.322** 1    
6. Career Control 0.470** 0.259** 0.289** 0.259** 0.739** 1   
7. Career Curiosity 0.412** 0.304** 0.263** 0.212** 0.694** 0.739** 1  
8. Career Confidence 0.438** 0.291** 0.313** 0.236** 0.693** 0.781** 0.766** 1 
Note: ** Correlation is significant at the 0.01 level (2-tailed 
*Correlation is significant at the 0.05 level (2-tailed) 
4.3. Moderator  
Four characteristics are analyzed which are age, gender, education level, and position level. Refer to Table 3; the 
moderating influences were tested using chi-square differences test. The analyses were conducted using AMOS for 
SEM where the differences of chi-square value for unconstrained models and constrained models were obtained. 
The significance value of the differences in chi-square is regarded as having moderator influence in group level 
whereas the insignificance value is regarded as having no difference between the groups tested. From the analyses, 
only age and work position level were found to be variant at model level.  
 
Table 3. Chi-Square Differences Test for Age, Gender, Education, and Work Position Level 
Item X2 diff P-Val Result 
Age 48.204 0.002 Variant 
Marriage 17.602 0.779 Invariant 
Education 30.997 0.123 Invariant 
Position 37.515 0.029 Variant 
 
Further analyses conducted in order to find the variant value for path analyses. Each path for individualism-
collectivism and career adaptability is assessed for the differences within the age groups and work position level 
groups. Referring to Table 4, all paths are variants except for vertical collectivism within the age groups. Path 
between horizontal individualism and career adaptability showed that those ≤ 33 years old have weaker relationships 
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(β= 0.350; p ≤ 0.001) compares to those ≥ 34 years old (β= 0.650; p ≤ 0.001). This shows that there is partial 
moderation for this particular path. Group ≤ 33 years old has stronger positive relationships for path vertical 
individualism (β= 0.299; p ≤ 0.001) and horizontal collectivism (β= 0.562; p ≤ 0.001). Those who are ≥34 years old 
do not have significant positive relationships for the path of vertical individualism and horizontal collectivism with 
career adaptability. Thus, these paths have full moderation influences.  
 
Table 4. Age Moderating Influences 
 X2 diff CI Group β P-value 
HI 
705.39 95% ≤ 33yrs  0.350 0.000 
  ≥ 34yrs 0.650 0.000 
VI 
706.70 99% ≤ 33yrs 0.299 0.000 
  ≥ 34yrs -0.118 0.360 
HC 
705.54 95% ≤ 33yrs 0.562 0.000 
  ≥ 34yrs 0.087 0.333 
VC 700.84 > 90% Invariant 
 
Referring to Table 5, work position level only variant within individualism constructs. Horizontal individualism 
has partial moderation by work position level whereas vertical individualism has full moderation influences. In 
horizontal individualism, the managers have higher positive relationships with career adaptability (β= 0.506; p ≤ 
0.05) compare to the non-managers (β= 0.337; p ≤ 0.01). Only non-managers have positive influences on the 
construct between vertical individualism with career adaptability (β=0.319; p ≤ 0.01) whereas the managers have no 
significant relationships on the same path tested.  
 
Table 5. Work Position Level Moderating Influences 
 X2 diff CI Group β Pval 
HI 
768.02 95% Non-manager 0.337 0.000 
  Manager 0.506 0.002 
VI 
771.70 99% Non-manager 0.319 0.000 
  Manager -0.118 0.369 
HC 767.24 > 90% Invariant 
VC 767.15 > 90% Invariant 
 
 
5. Discussions 
The results found that the levels for individualism-collectivism and career adaptability were moderate and the 
ICT professionals in Malaysia have high vertical collectivism cultural values. One of the importance findings is that 
the constructs of individualism-collectivism are positively correlated with the constructs of career adaptability. The 
highest correlation was found between horizontal individualism followed by vertical collectivism. This is expected 
as individualist often been associated with flexibility, independent, and innovative as compare to collectivist. 
(Gorodnichenko & Roland, 2011; Triandis, 1995).   
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The moderating influences found on age groups and work position levels are worth investigating where new 
evidence is found to add into the literature especially for the constructs of career adaptability as it is only recently 
developed. Only generation-Y (≤ 33 years old) moderate the paths for vertical individualism and horizontal 
collectivism with regards to career adaptability. This showed that gen-Y have more adapt-abilities skills in their 
career compares to the older generations (generation-X and baby boomers). This is not surprising because 
generation-Y is equipped with the skills to deal with technological changes. Gen-Y grows up with technologies 
advancement and it enable this group to deal with the various changes involve within the technologies (Hewlett, et 
al., 2009).   
Work positions groups between non-managers and managers found variant paths only for the constructs of 
individualism. Managers have higher influence compares to the non-managers for the path between horizontal 
individualism and career adaptability. However, only non-managers have influence over the path between vertical 
individualism and career adaptability. In horizontal individualism, equality is perceived (Triandis, 1995) thus the 
moderating influences for both non-managers and managers are both significance. However, in vertical 
individualism, competition is expected (Noordin, et al., 2002) thus it is important for the non-managers to have 
adaptability skills in order to distinguished themselves among the others for self-recognitions and/or rewards. This 
can be inferred by the insignificance results among the managers for the same path. Perhaps the managers already 
feel secure with their positions that made them perceived that being adaptable is not important at the moment. In 
meantime, the non-managers still have mission/target to be accomplished which is being promoted to higher work 
position levels. Thus, this made them perceived that having the adapt-abilities skills in their career can help them to 
achieve such goals.  
In conclusions, the positive relationships found between the constructs of individualism-collectivism and the 
constructs of career adaptability provide evidence that the cultural aspects do influence employees’ work behaviors. 
Although, in supplies and demands studies for ICT job market found that there will be shortages in skills supplies, 
the findings that the new generations (gen-Y) are adaptable is somewhat a relief for the industry. Even this means 
that there are still rooms for improvement to develop such skills in order to fill the skills supplies gap, ICT industry 
can implement strategies starting from enhancing the young ICT professionals to further develop their adaptability 
skills rooting from boosting their individualistic cultural values. Apart from having better idea generations and being 
innovative (Gorodnichenko & Roland, 2011), adopting higher individualism create competitions as well as 
confidence levels. Further studies should look into different sets of study samples so these findings can be wider 
generalized to other industries. Assessment on qualitative data also can be the added advantages for this study area 
because further understanding on career adaptability within cultural values aspects can be determined.  
References 
Creed, P. A., Fallon, T., & Hood, M. (2008). The Relationship between Career Adaptability, Person and Situation Variables, and Career Concerns 
in young adults. Journal of Vocational Behavior, 74, 219-229.  
Cresswell, J. W. (2005). Educational Research: Planning, Conducting, and Evaluating Quantitative and Qualitative Research (2nd ed.). New 
Jersey, Ohio: Prentice Hall. 
Duffy, R. D. (2010). Sense of Control and Career Adaptability Among Undergraduate Students. Journal of Career Assessment, 18(4), 420-430. 
doi: 10.1177/1069072710374587 
Gorodnichenko, Y., & Roland, G. (2011). Understanding the Individualism-Collectivism Cleavage and its Effects: Lesson from Cultural 
Psychology. Paper presented at the XVIth Congress of the International Economic Association.  
Hewlett, S. A., Sherbin, L., & Sumberg, K. (2009). How Gen Y & Boomers Will Reshape Your Agenda. Harvard Business Review, July-August, 
1-8.  
Hirschi, A. (2009). Career Adaptability development in adolescene: Multiple predictors and effect on sense of power and life satisfaction. Journal 
of Vocational Behavior, 74(2009), 145-155.  
Hofstede, G. (1980). Culture's Consequences. Beverly Hills, CA: Sage Publications. 
Hofstede, G. (1984). Culture's Consequences: International differences in work-related values. Beverly Hills, CA: Sage. 
Hofstede, G. (2011). Dimensionalizing Cultures: The Hofstede Model in COntext. Online Readings in Psychology and Culture, 2(1), 1-26. doi: 
10.9707/2307-0919.1014 
Hui, H., C, & Triandis, H. (1986). Individualism-Collectivism: A Study of Cross-Cultural Researchers. Journal of Cross-cultural Psychology, 
17(2), 225-248. doi: 10.1177/0022002186017002006 
537 Safi ah Omar and Fauziah Noordin /  Procedia Economics and Finance  37 ( 2016 )  529 – 537 
 
Ito, J. K., & Brotheridge, C. M. (2005). Does Supporting Employees' Career Adaptability Lead to Commitment, Turnover or Both? Human 
Resource Management 44(1), 5-19.  
JobStreet.com. (2010). Malaysian ICT Job Market: Meeting Tomorrow's Needs Innovative Malaysia: ICT Accelerating change and performance 
in Government & Businesses. Malaysia: JobStreet.com. 
Judge, T. A. (2009). Core Self-Evaluations and Work Success. Current Directions in Psychological Science, 18, 58-62.  
Khan, I., Nawaz, A., Khan, F., Khan, H., & Yar, N. B. (2013). Determining the Impact of Demographics on the Intention to Leave of 
Academicians in HEIs of the DCs Like Pakistan. Global Journal of Management and Business Research Administration and Management, 
13(7).  
Markus, H., & Kitayama, S. (1991). Culture and Self: Implications for COgnitions, Emotions and Motivation. Psychological Review, 98, 224-
255.  
McLaughlin, S., Sherry, M., Carcary, M., O'Brien, C., Fanning, F., Teodorakis, D., et al. (2012). e-Skills and ICT Professionalism: Fostering the 
ICT Profession in Europe (pp. 1-375). Europe: Innovation Value Institute (IVI) and Council of European Professional Informatics Societies 
(CEPIS). 
MDec, & Synovate. (2011). MSC Malaysia Talent Supply-Demand Study 2010 - 2013. In M. D. Corporation (Ed.), MSC Malaysia HR 
Networking Session 2011. Kuala Lumpur: MSC Malaysia. 
MEF. (2012). The MEF salary and fringe benefits survey for executives 2012. Kuala Lumpur: Malaysian Employers Federation. 
Noordin, F. (2009). Individualism-Collectivism: A Tale of Two Countries. Problems and Perspectives in Management, 7(2), 36-45.  
Noordin, F., & Jusoff, K. (2010). Individualism-collectivism and Job Satisfaction between Malaysia and Australia. International Journal of 
Educational Management, 24(2), 159-174. doi: 10.1108/09513541011020963 
Noordin, F., Williams, T., & Zimmer, C. (2002). Career Commitment in Collectivist and Individualist Cultures: A Comparative Study. 
International Journal of Human Resource Management 13(1), 35-54.  
Noraini, N. M. (1997). Work and Family Roles in Relation to Women's Well-Being: The Role of Negative Affectivity. Person Individual 
Difference, 23(3), 487-499.  
Omar, S., & Noordin, F. (2013). Career Adaptability and Intention to Leave among ICT Professionals: An Exploratory Study. The Turkish Online 
Journal of Educational Technology, 12(4), 11-18.  
Patton, W., Bartrum, D. E., & Creed, P. A. (2004). Gender Differences for Optimism, Self-Esteem, Expectations and Goals in Predicting Career 
Planning and Exploration in Adolescents. International Journal for Educational and Vocational Guidance, 4, 193-209.  
Samad, S. (2006). The Contributions of Demographic Variables: Job Characteristic and Job Satisfaction on Turnover Intentions. Journal of 
International Management Studies, 1(1), 1-12.  
Savickas, M. L. (1997). Career Adaptability: An Integrative Construct for Life-Span, Life-Space Theory. The Career Development Quarterly, 
45(3), 247-259.  
Savickas, M. L. (2005). The Theory and Practice of Career Construction. In S. D. Brown & R. W. Lent (Eds.), Career Development and 
Counselling: Putting Theory and Research to Work (pp. 42-70). Hoboken, NJ: John Wiley & Sons. 
Savickas, M. L. (2008). Life-design International Research Group: Career Adaptability Project. Berlin: Humboldt Universitat. 
Savickas, M. L., & Porfeli, E. J. (2012). Career Adapt-Abilities Scale: Construction, Reliability, and Measurement Equivalence Across 13 
Countries. Journal of Vocational Behavior, 80(3), 661-673. doi: 10.1016/j.jvb.2012.01.011 
Schwartz, S. H. (2006). A Theory of Cultural Value Orientations: Explication and Applications. Comparative Sociology, 5(2-3), 137-182.  
Singelis, T. M., Triandis, H., Bhawuk, D. P. S., & Gelfand, M. J. (1995). Horizontal and Vertical Dimensions of Individualism and Collectivism: 
A Theoretical and Measurement Refinement. Cross-Cultural Research, 29(3), 240-275. doi: 10.1177/106939719502900302 
Spector, P. E. (1988). Development of the work locus of control scale. Journal of Occupational Psychology, 61, 335-240.  
Super, D. E., & Knasel, E. G. (1981). A life-span, life-space perspective on convergence. In M. L. Savickas & R. W. Lent (Eds.), Convergence in 
Career Development Theories (pp. 63-76). Palo Alto, CA: CPP Books. 
Triandis, H. (1995). Individualism and Collectivism. Boulder, CO: Westview. 
Tzeng, H.-M. (2002). The influence of nurses' working motivation and job satisfaction on intention to quit: An empirical investigation in Taiwan. 
International Journal of Nursing Studies, 39(2002), 867-878.  
Van Der Vyver, G. (2009). The Search for the Adaptable ICT Student. Journal of Information Technology Education, 8, 19-28.  
Whyte, W. F. (1972). Strategies of research. In Turner, Filley & House (Eds.), Studies in managerial process and organizational behavior. 
Glenview, Illinois: Scott Foresman and Company. 
 
 
